Abstract Purpose To determine the association between supervisors' leadership style and autonomy and supervisors' likelihood of supporting job accommodations for backinjured workers. Methods A cross-sectional study of supervisors from Canadian and US employers was conducted using a web-based, self-report questionnaire that included a case vignette of a back-injured worker. Autonomy and two dimensions of leadership style (considerate and initiating structure) were included as exposures. The outcome, supervisors' likeliness to support job accommodation, was measured with the Job Accommodation Scale (JAS). We conducted univariate analyses of all variables and bivariate analyses of the JAS score with each exposure and potential confounding factor. We used multivariable generalized linear models to control for confounding factors. Results A total of 796 supervisors participated. Considerate leadership style (b = .012; 95 % CI .009-.016) and autonomy (b = .066; 95 % CI .025-.11) were positively associated with supervisors' likelihood to accommodate after adjusting for appropriate confounding factors. An initiating structure leadership style was not significantly associated with supervisors' likelihood to accommodate (b = .0018; 95 % CI -.0026 to .0061) after adjusting for appropriate confounders. Conclusions Autonomy and a considerate leadership style were positively associated with supervisors' likelihood to accommodate a back-injured worker. Providing supervisors with more autonomy over decisions of accommodation and developing their considerate leadership style may aid in increasing work accommodation for backinjured workers and preventing prolonged work disability.
Introduction
Low back pain (LBP) continues to be one of the leading causes of sickness absence, lost productivity, and activity limitation in the workplace [1] . The total economic cost of LBP in Canada has been estimated at over 8 billion dollars per year [2] , with a prevalence of compensation claims for LBP of approximately 38 % in the working population [3] . Most concerning is the duration of work disability following sick leave for LBP, which contributes to staggering economic costs to health care, employers, employees, and society [4] . Studies have shown that a small percentage of long-term LBP claims account for the majority of claim costs, with 15-25 % of claims accounting for 79-96 % of the total LBP costs [4] . In Ontario, reports from the workers' compensation system have indicated that an increasing number of LBP claims are exceeding 1 year in duration [5] . This trend of increasing disability will continue to escalate the costs associated with LBP.
Return to work (RTW) efforts have been linked to increased worker satisfaction and improved productivity following RTW [6, 7] . RTW approaches use targeted interventions like workplace accommodation, which has been shown to reduce the duration of work-related disability and its associated negative impacts [7] . Work accommodation may include, for example, shorter work hours, modified duties, lighter duties or changes to equipment, and is more effective than other workplace interventions at reducing sickness absence, increasing job retention and controlling costs [8, 9] . For example, a systematic review completed by Williams et al. [9] examined a variety of workplace rehabilitation programs and found that modified work was most effective in facilitating early RTW, reducing disability, reducing pain and decreasing the rate of back injuries. A similar systematic review conducted by Franche et al. [10] examined the effects of workplace interventions on early RTW. They found that accommodation and early contact with the worker following injury reduces disability duration [10] .
Supervisors play a key role in the RTW process for workers suffering disability [11, 12] . Supervisors can provide modified work duties, facilitate access to medical resources, interpret corporate policies, monitor the worker's health and function, and can communicate important positive messages of support [13] . A supervisors' ability to support, show fairness, encourage autonomy and utilize a worker's skill has been shown to have a significant positive effect on the early RTW of a disabled worker [12, 13] . On the other hand, workers with longer work absences are increasingly more likely to report that their supervisor did not help accommodate or show interest in early RTW [14] .
The benefits of work accommodation and the role of supervisors' are well established, yet little is known about the factors that influence supervisor decisions regarding accommodated work. Leadership qualities are among those highly valued in supervisors who facilitate an early RTW process [15] . Supervisor leadership qualities are associated with early RTW, successful adjustment to work, and an overall feeling of satisfaction about work [16] . Effective supervisor leadership is associated with fewer long-term sickness absence days [17] . Yet, the association between supervisor leadership and the likelihood that workplace accommodation will be offered remains unknown.
Supervisor autonomy has been defined as the degree to which a career provides substantial freedom, independence, and discretion to the individual in scheduling the work and determining the procedures to be used in carrying out the work [18] . Supervisor autonomy has been shown to be an important factor in research domains related to leadership, organizational climate, job design, and professionalism [18] . In the workplace, an offer of accommodation will require that a supervisor have sufficient autonomy to rearrange job duties, cover costs, adjust scheduling or make other arrangements that enable the accommodation to occur.
Understanding how leadership style and the workplace autonomy of a supervisor influence the ability to provide work accommodation is an important aspect in the future development of early RTW interventions. The goal of this study is to determine the association between supervisor leadership style, supervisor autonomy, and the decision to support work accommodation for LBP injured workers.
Hypotheses
Leadership research has evolved into two broad streams; trait research and behavior research [19] . Trait theories assess the impact of personal characteristics such as age, gender, personality, and experience on leader effectiveness. Research in the behavior tradition has documented and categorized different leadership styles. These theories suggest that different behavior styles will be more, or less, effective in different contexts and for different decisions [19] . The two main behavior categories that have been consistently supported in the leadership literature are taskoriented behaviors and relational-oriented behaviors. Taskoriented or ''initiating structure'' leaders are more concerned with coordinating team activities, defining task roles, determining standards of performance and assessing performance. Relational or ''consideration'' behaviors include showing concern, treating members as equal, being open to input, and being friendly and approachable [20] . Consideration and initiating structures have ''proven to be among the most robust of leadership concepts'', and have been validated in a number of studies [21] . There have been few efforts to integrate the two streams of research [19] , and since this study is concerned with improving RTW success, we focus on potentially modifiable leadership styles rather than more static heritable traits.
Workers have identified the importance of a considerate, respectful supervisor when trying to RTW [13, 17, 22, 23] . A considerate leadership style has been linked to job satisfaction, low stress, and low burnout [22, 24] . For instance, Aas et al., interviewed employees on long-term sickness leave and their immediate supervisors to determine the leadership characteristics that are most valued in the early RTW process for absent employees [15] . The study found 78 distinct leadership qualities associated with early RTW among supervisors, of which being considerate, understanding, empathetic, and appreciative were the most valued by employees [15] . An Ontario study surveyed workers and supervisors within a mid-sized municipality who had experienced a workplace injury within the previous 12 months and had returned to work with modified duties or other supports [23] . Workers identified supervisor support in the form of modified work duties, demonstration of empathy, and consideration as important aspects of a positive RTW outcome. Workers have also identified a lack of support and respect as detrimental aspects to the RTW process [22, 23] .
Supervisors have also identified a considerate leadership style as a crucial part of the accommodation of workers following a workplace injury [22, 23] . A 2010 systematic review found 12 papers reporting that a considerate leadership style was positively related to job satisfaction, reduced stress and burnout, and affective well being [24] . The supervisors in the Ontario study believed that displaying leadership qualities that make the workers feel welcomed and valuable would encourage the workers to work to the best of their abilities [23] .
A considerate leadership style is thus preferred by the parties, reduces stress, and increases RTW rates. We propose that the reason this leadership style is more effective in a RTW scenario is because considerate leaders are likely to work with returning employees to identify appropriate job modifications and are then more likely to offer those accommodations.
H1: Consideration (relational leader behavior) will be positively related to the likelihood of offering job accommodation.
Previous research has shown that having a supervisor who is task oriented and does not consult workers for decisions may have a negative impact on the RTW process, especially for workers who have moderate to high competence with variable commitment [16] . For instance, Baril et al. [25] interviewed employees and supervisors from three Canadian provinces to explore perceptions related to successful RTW programs for workers with musculoskeletal injuries. They found that supervisors who are task-oriented with a large amount of responsibility view workers in the RTW process as a burden on productivity [25] . Workers viewed supervisors who had poor communication and were independent in their decisionmaking as detrimental to the RTW process. In addition, organizational obstacles, high production demands, and a lack of occupational health knowledge often caused supervisors to not respect job accommodation measures prescribed by physicians and occupational health and safety officers [25] . A study of workers from the New York Metropolitan area using in-depth interviews to determine supervisor responses to disability and workplace accommodation found that positive RTW adjustment is associated with the extent to which workers participate in decision-making and engage in proper communication with their supervisor [14] . Additionally, the study also found that the most important factor affecting a positive RTW adjustment is supervisor behavior.
Supervisors who are task-oriented may spend less time working with the returning employee, and may be more concerned with issues of productivity and employee performance; making it less likely they will identify or even offer appropriate accommodations. Therefore we hypothesize that:
H2: Initiating Structure (task-oriented leader behavior) will be negatively related to the likelihood of offering job accommodation.
Leadership style, however, is unlikely to be the only factor that influences a supervisor's decision to offer modified duties. Research has yet to focus on the factor of supervisor autonomy in the workplace, and how it may influence RTW. However, a supervisor who has greater autonomy to provide modified work may be able to offer appropriate workplace accommodation to an injured worker in the RTW process. Therefore we hypothesize that:
H3: Supervisor autonomy will be positively related to the likelihood of offering job accommodation.
Methods

Study Design and Participants
A cross-sectional study was used to survey supervisors who were asked to answer a detailed questionnaire based on a case vignette (representative of a case from the supervisor's workplace) of a back-injured worker. Supervisors from employers representing six different industrial sectors (utilities, manufacturing, construction, retail and wholesale trade, health care and social assistance, and educational services) in Canada and the US were invited to participate.
The participating employers represented a non-random, convenience sample drawn from existing researcher contacts, institutional ties, and past collaborations. Supervisors were invited to participate in the study through their employer via email. The email invitation included a webbased Universal Resource Locator link that participants clicked to take them to the online questionnaire and casevignette. The survey took approximately 15-20 min to complete and consent to participate was completed during the process. Non-respondents received up to four reminder e-mails sent weekly to complete the survey. All supervisors working at the participating employers were invited to participate. Supervisors were only included in analyses if they were aged 18 or older, supervised at least one employee, and spoke English. Higher-level supervisors who supervise lower level supervisors were included.
The use of case vignettes is a validated method for studying the decision making process of health related outcomes and functional problems [26] . Case vignettes have been used in back pain research to evaluate adherence of physicians to evidence-based treatment guidelines [26] and to evaluate the management of acute LBP by primary care specialty and years in practice groups [27] . Strengths of the case vignette approach include ease of administration, standardization of decision-making scenarios across participants, and prevention of the ethical considerations associated with collecting information regarding decisions for actual cases.
A total of eight case vignettes were used in this study, each containing a unique combination of three randomized variables: the location of injury (home or work), the gender of the worker, and the number of prior work absences (0 or 30 days lost work time). Supervisors were randomly assigned to one of the eight case vignettes. Supervisors were instructed to choose one work position that is typical of a job that they supervise and respond to the survey questions based on that job. The vignettes were developed and pilot tested in order to confirm that they are valid and realistic representations of workplace accommodation scenarios. The location of the injury, gender of the worker and number of prior absences are confounding factors that might influence a supervisor's likelihood of accommodating an injured worker. The vignettes were randomly assigned to participants in order to control for the influence of these potential confounders.
All procedures followed were in accordance with the ethical standards of the responsible committee on human experimentation (institutional and national) and with the Helsinki Declaration of 1975, as revised in 2000 (5) . Informed consent was obtained from all patients for being included in the study.
Primary Study Measures
Job Accommodation Scale (JAS)
The primary outcome, supervisors' likelihood of supporting job accommodation for back-injured workers, was measured with the Job Accommodation Scale (JAS). The JAS is a 21-item self-reported measure that was developed to assess the likelihood that various job accommodations might be supported in the workplace and has recently been shown to have good face validity and internal consistency (Cronbach's a equal to 0.85) [27] .
The JAS characterizes specific job accommodations related to modifying a workers' physical workload (e.g., limiting pulling and pushing of heavy objects); modifying the workers' work environment (e.g., altering the work surface height); changing the work schedule (e.g., modifying work hours); finding different duties (e.g., making job tasks easier); and arranging for extra assistance (e.g., getting someone else to perform the heavy lifting). For each item, supervisors indicated their likelihood to accommodate using that particular accommodation. The JAS score is from ''1'' (very unlikely) to ''4'' (very likely) and also includes a response of ''not applicable'' if the job accommodation is irrelevant to the job setting. A final JAS score between 1 and 4 for each supervisor is determined by dividing the sum of the responses by the number of questions answered. To address the issue of incomplete responses to the JAS questionnaire and to ensure comparability among supervisors, the total summed score was converted to a percentage (total summed score/max possible score based on the number of nonmissing responses 9 100).
Participants were instructed to indicate their level of support for each JAS job accommodation given (1) the scenario described in the case vignette; (2) the physical job demands of the position that is typical of the workers they supervise; and (3) the typical practices in their organization including their usual supervisory demands.
Leadership Style
Leadership style was measured using the Leader Behavior Description Questionnaire (LBDQ) [28] . The LBDQ is a 40-item questionnaire used to measure two important dimensions of leadership: Initiating Structure (LBDQ IS) and Consideration (LBDQ C). Initiating Structure is the degree to which a supervisor is goal oriented, defines and organizes his or her role and the role of supervised workers, and establishes proper communication [29] . Consideration is defined as the degree to which a supervisor shows concern and respect for his or her workers, looks out for their well-being, and expresses support and appreciation [30] . The LBDQ has the highest validity for measuring consideration and structure compared to three other leadership questionnaires (Cronbach's a equal to 0.81) [31] . The LBDQ scores range from 0 to 60 on each of the two dimensions of leadership. Higher scores indicate greater Consideration and Structure for the respected supervisor.
Supervisor Autonomy
Three questions concerning supervisor autonomy were developed and modeled after the construct of decision latitude, a factor included in the Job Content Questionnaire [32] . The three questions asked supervisors to rate their flexibility to recommend specific job accommodation, make decisions about workplace accommodation, and ''have a say'' in employer decisions about workplace accommodation. This measure of autonomy has been shown to be valid and reliable for use in the supervisor population (Cronbach's a equal to 0.81).
Potential Confounding Factors
Corporate safety culture and disability management policies Corporate safety culture refers to the shared perceptions of employees about the overall safety of their work environment [33] . Global work safety culture was measured using the validated 6-item Global Work Safety Climate (GWSC) scale [33] . Disability management policies and practices were measured using 13-items from the Organizational Policies and Practices (OPP) instrument [34] . The GWSC and OPP instruments are valid and reliable for use in the supervisor population (Cronbach's a equal to 0.78 and 0.88, respectively) [33, 34] . Safety Climate is considered a potential confounding factor because supervisor's in workplaces with a stronger safety culture may pay more attention to accommodation in order to comply with organizational norms. Similarly, a supervisor's ability to grant or refuse accommodation is influenced by the degree to which the organization has developed policies and procedures specific to disability management. Both factors may decrease autonomy and influence offers of accommodation, regardless of leadership style.
Physical Workload
Physical workload of the typical employee position that the supervisors selected was measured using the Physical Workload Questionnaire (PWQ) [35] . The PWQ is a shortened version of the Dutch Musculoskeletal Questionnaire that has 26-items which measures two important dimensions of physical workload: long lasting postures with repetitive movements (PWQ LP) and heavy physical work (PWQ HP). The PWQ LP and PWQ HP are two dimensions of physical workload that are valid and reliable for use in the supervisor population (Cronbach's a equal to 0.86 and 0.92), respectively [35] . These two dimensions of physical workload were considered as potential confounders because the nominated position that the supervisor selects may vary between supervisors on the degree to which the nominated position deals with long lasting postures with repetitive movements and/or heavy physical work.
Social Capital
Social capital is defined as a system of networks, norms and trust relationships that help a group of people address common concerns [36, 37] . Social capital was measured using the Social Capital at Work Questionnaire (SCWQ) [38] . The SCWQ is an eight-item questionnaire which measures shared attitudes and values in an organization, respect and trust between workers, and reciprocity. The SCWQ has been validated and shown reliable for use in the supervisor population (Cronbach's a equal to 0.88) [38] . The SCWQ was considered as a potential confounder because supervisors who have positive attitudes and trust with their workers may be more inclined to provide workplace accommodation. Similarly, supervisors who have poor attitudes toward their workplace and display little trust in their workers may be more inclined to refuse workplace accommodation.
Variables within Vignette
Worker gender, location of injury (home or work), and previous work absences [no absences or 3 absences (30 days total)] were measured within the case vignettes. Variables within the case vignette are considered as potential confounding factors because the type of vignette that a supervisor was given to answer questions may influence their perception of whether or not they could provide job accommodations.
Demographic Variables
Supervisor age, gender, income, education level, unionization, number of supervised workers and managerial experience/seniority were measured using standard demographic questions.
Data Analysis
Univariate descriptive analyses (means, standard deviations, frequency counts) were conducted on all variables. Linear regression and analysis of variance were used to conduct bivariate analyses. Cronbach's alpha coefficients were computed for each study measure to determine and verify internal consistency. Multivariable linear regression was used to assess the association between LBDQ IS, LBDQ C, autonomy and likelihood of accommodation, while controlling for confounding factors. We accounted J Occup Rehabil (2015) 25:589-598 593 for clustering by employer by adjusting for the 19 employer clusters during the regression analysis. Any variables significant in the bivariate analysis (p \ 0.2) were included in the initial model [39] , regressing the average JAS scores on each of the exposures, LBDQ C, LBDQ IS, and autonomy, separately. We used a three step modeling process [39] . First, we assessed potential effect modifiers. We considered three potential effect modifiers for each exposure under study: social capital, disability management policies and supervisors' gender. Any statistically significant effect modifiers (p B 0.05) from the assessment of the initial model and potential confounders (p B 0.20 from bivariate analysis) were included in a gold standard (GS) model. Second, potential confounding factors were assessed by systematically determining subsets of potential confounders that gave similar estimates of effect as the GS model (i.e., within 10 % of GS model). Third, the subset model with the estimate closest to the GS model estimate was selected as the final model based on statistical considerations. If two or more subset models generated similar estimates, the subset with the greatest parsimony/fewest variables and acceptable precision was selected as the final reduced model. All data was analyzed using Stata software, version 13.0 (StataCorp, College Station, TX) [40] .
Results
Of the 3,077 supervisors who were invited to participate, 804 (26.1 %) participated in the study. Eight supervisors were excluded, as they did not supervise at least one employee. This brought the total sample size for analysis to 796. Approximately three quarters of supervisors were male, nearly half were US residents, and the mean age was 46 years (SD 9.6, range 19-69) ( Table 1 ). The majority of supervisors were frontline supervisors who completed postsecondary education and supervised workers who were not unionized. The mean numbers of years with the company and as supervisor were both 14 (SD 9.9, range 0-45; SD 9.7, range 0-39, respectively).
Mean supervisor responses to the study measures are presented in Table 2 . For each study measure, a total score was generated for participants who provided at least one response. This decision was based on our finding that for each study measure the univariate statistics for measure scores on at least one response, at least three responses, and complete responses were not significantly different. The mean JAS score indicated that supervisors were very likely to provide job accommodations for a back-injured worker (Mean 3.2, SD 0.48). There were no statistically significant differences among mean JAS scores for the eight case vignettes, so the regression analyses did not distinguish between case vignettes. The mean autonomy score suggested that supervisors had a moderately strong degree of autonomy related to the provision of job accommodations (Mean 3.7, SD 1.10). The mean LBDQ C and LBDQ IS scores suggested that supervisors generally felt that their leadership style had a moderately high degree of both Bivariate analyses suggested that autonomy, LBDQ C, LBDQ IS, disability management, corporate safety culture, social capital, physical job demands (both heavy work and long lasting postures with repetitive movements), country of residence, supervisor gender, managerial level and education were significantly associated with the likelihood of providing job accommodations (p B 0.2). There were no significant associations between the JAS and supervisor age, years as a supervisor, years with company, number or unionization status of the supervised workers, or the three variables within the case vignette (workers' gender, injury location, and prior work absences) (p [ 0.2).
Furthermore, we assessed effect modification and confounding (Table 3) . We found no significant effect modifiers for any of the three exposures. There were three important confounders for the association between LBDQ C and JAS: disability management policies, country of residence, 1 and LBDQ IS. Important confounders for LBDQ IS included LBDQ C, heavy physical work score, long lasting postures and repetitive movements, and education. Important confounders for autonomy included workplace social capital and country of residence. The final models controlling for important confounders found that all three hypotheses were correct. LBDQ C (b = .012; 95 % CI .009-.016) and autonomy (b = .066; 95 % CI .025-.11) were positively associated with a supervisors' likelihood to accommodate back-injured workers, while we did not find a significant association between LBDQ IS and supervisors' likelihood to accommodate (b = .0018; 95 % CI -.0026 to .0061) ( Table 3) .
Discussion
This study examined the association between supervisor autonomy, two dimensions of leadership style and the likelihood of supervisors to provide job accommodations for LBP injured workers. We found that a considerate leadership style and supervisor autonomy have a meaningful association with supervisors' likelihood to accommodate back injured workers. We did not find a statistically significant association between an initiating structure leadership style and supervisors' likelihood to accommodate back injured workers. The results appear to be stable for LBP accommodations across industries, employers, and job types. This research is important because understanding what factors influence supervisors' efforts to facilitate job accommodation has significant consequences in the field of disability management. It can help guide employer policies and practices that in turn can facilitate the RTW process for an injured worker.
In particular, understanding supervisors' decision making processes can help enhance supervisor training programs, which have been shown to be effective in reducing time lost to work absences and company costs [16, [41] [42] [43] . Research has shown that it is possible for employers to train their supervisors in a certain leadership style, however the workplace environment has a significant effect on the success of the leadership training [24, 44, 45] . Using specific feedback from employees in conjunction with counseling and specific action plans for leadership improvement has been shown to improve long-term leadership [46] . Based on the findings in our study, a considerate or relational leadership style, where the supervisor shows concern and empathy for their workers, is a positive aspect to providing workplace accommodation. Although research concerning whether a supervisor can be specifically trained in a considerate leadership style has not been conducted, it is a future research area worth investigating. Intervention studies that alter current supervisortraining programs to invoke a considerate leadership style are necessary to test their effect on workplace accommodation outcomes. It will be important that these studies take disability management policies and procedures into consideration, since our research indicates that these are a significant confounding factor in the relationship between LBDQ-C and job accommodation. Following the validation of training programs to increase considerate leader behaviors in accommodation, the training programs should be evaluated for their effect on workers with other types of illnesses or injuries.
Our study is the first study that we could find formally examining supervisor autonomy as a factor associated with likelihood of providing accommodations. We found that supervisors reporting greater autonomy in decisions of accommodation had a greater likelihood of providing accommodated work. This finding corroborates anecdotal evidence by disability managers that providing a supervisor with flexibility in determining accommodations for a worker returning to work will improve the success of the accommodation. It adds to a body of research that indicates increased supervisor autonomy is associated with a safer workplace [47] , increased workplace morale [48] , and increased job performance [49] . However, our study indicates that the environment in which they exercise their discretion is important as well. Further research should be conducted in order to better understand how autonomy, disability policies and procedures and workplace social capital interact to affect RTW. It seems clear that managers require a certain amount of discretion in order to facilitate an effective accommodation. They must have the ability to alter job duties, relocate staff, adjust schedules and authorize accommodation-related expenses. Our research offers preliminary evidence that they are more likely to exercise their discretion to support accommodation when disability management policies and procedures are in place, and when workplace social capital is high.
Interestingly, we did not find a negative association of initiating structure leadership on likelihood to accommodate, as in the Baril et al. study [25] , but rather found a lack of association, indicating that an initiating structure leadership style is not a significant factor in likelihood of accommodation provision for a LBP injured worker. This may be partly explained by the high scores for disability management policies and procedures throughout our sample. It may be that the supervisors in our sample who were higher in LBDQ IS were not any less likely to accommodate because they were following policy, and were focused on the practicalities of dealing with the confounding factors such as physical workload and repetitive movements. It is interesting that we did not find an association between initiating structure leadership and likelihood to accommodate. Supervisors who are more task oriented may be more likely to see accommodation as an important piece in structuring a RTW program. This study is one of the first to specifically examine leadership and autonomy and their association with work accommodation. We used a large sample size, a variety of measured variables using standardized instruments, and a range of industry sectors. Using a variety of industry sectors allows the findings to be generalized to supervisors from many industrial sectors. The main limitation of this study is the low response rate (26.1 %), which may have produced selection bias in that those supervisors with a positive work environment may have been more likely to participate. This would explain the relatively high scores on factors like autonomy, safety culture, disability management policies and procedures, and workplace social capital. Therefore, the generalizability of our findings may be restricted to workplaces with more positive work environments. Using a case vignette approach has some limitations. While it is a reasonable approximation, it is not an actual workplace scenario. An alternative design would be to measure actual job accommodation for back injured workers in the workplace; however, this would be a much larger project using a different study design. The measures used were all self-reported, so we cannot exclude the possibility of social desirability influencing the response of supervisors. This is likely to occur when supervisors try to respond in a manner that pleases their employer. However, the use of standardized measurement instruments would mitigate this. Stable personality characteristics among supervisors is a limitation worth acknowledging. Although research has shown that it is possible to train supervisors to develop a specific leadership style [24, 44, 45] , certain supervisors may demonstrate workplace leadership qualities that are derived from their personalities [50] . These personality-derived qualities may be more resistant to change through educational means [50] .
Despite some methodological limitations, we found that a considerate leadership style and greater supervisor autonomy are positively associated with supervisors' likelihood to accommodate a back-injured worker. This finding is meaningful for employers, disability managers, insurers, other work-related policy-makers, and researchers. Future application of these findings may include employers and disability managers choosing to give supervisors more flexibility in the decision-making process regarding work accommodation.
Further, supervisor-training programs may include elements of consideration leadership style in order to improve supervisor accommodation efforts. Future research should test these interventions using prospective research designs conducted within workplace populations.
